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Judiciary is one among the three organs of the State. Other organs are Executive and Legislature. The major task of the judiciary is to interpret laws in the process of dispensing justice. The key principle of dispensation of justice is to ensure that justice is not only done but is seen to be done. The main objective of the study therefore was to determine the level of motivation, level of job satisfaction, level of job performance available in the judiciary. The study also determined the relationship between motivation and job performance as well as that of job satisfaction and job performance. The study involved interviewing employees of the Zanzibar Judiciary at the level of Judges and Magistrates only. Structured questionnaires were used to collect relevant data for the study. Also verbal conversations were made to have conformity of the data collected. The findings showed that most of Judges and Magistrates (over 40%) have enough experience of their job. More over 50% they had higher motivation do their work generally, the judges and magistrates perform duty mostly because they love their job and not necessarily due to intrinsic benefits which they obtain. This study therefore addresses very important administrative component on understanding motivation in judiciary system for improving workforce of the judiciary. 
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1.1	Overview of the Study
Civil servants motivation and incentives are now consistently acknowledged as critical factor in determining performance in the public sector, and enabling capacity building (Wai, 1995; IEG, 2008b; UNDP, 2006; 2009). However, correct incentives are often lacking in the public sector in low income countries (UNDP, 2010). Agency theory suggests that people are motivated by extrinsic rewards and that employees, considered to be self-interested, will engage in employment that provides maximum extrinsic rewards (Jensen and Meckling 1976; Eisenhardt 1989; Baiman 1990). 

According to Jensen and Meckling (1976) agency theory states that individuals are wealth maximizes. Also employees will concentrate on tasks that provide opportunities to increase their pay, via such methods as a bonus scheme. Higgs and Hooks (2005) argue that most agency models of compensation are only concerned with financial benefits. Gupta and Mitra (1998) using meta-analysis found that financial incentives have a strong relationship with performance (Kluvers and Tippet, (2009). 

Most behavioral theories now suggest that people are purposeful in their behavior. They do not act in a particular way unless there is some reason behind the action. Determining the real reason for a certain action is not easy; however, casual observation of behavior does not always indicate the true motivation of person. When their behavior is examined in more departments, often found one or more basic, yet unapparent, reasons for certain actions. This brings us to that portion of current management thought that suggests behavior is directed towards specific goals in response to individual needs (Trewatha, et al. 1982; Kamal, et.al., 2006).

All organizations are concerned with what should be done to achieve sustained high levels of performance through people. This means giving close attention to how individuals can best be motivated through such means as incentives, rewards, leadership and, importantly, the work they do and the organization context within which they carry out the work. The aim is to develop motivation processes and a work environment that will help to ensure that individuals deliver results in accordance with the expectations of management (Armstrong, 2008). This study aimed at exploring the existing relationship between work motivation and job performance in the Zanzibar Judiciary.

Whilst putting a glance on organizations, it was examined the main challenges for the organization was to create and promote the best human resource management practices and to enhance the employee’s performance by implementing different strategies. In addition to these approaches were; training, promotions, compensation to employees, motivation, salary increment and bonus, team empowerment and performance related pay. Job satisfaction formulates the employee more considerate and concerned for the organization (Saleemat. al., 2010). Performance of some activities may lead to motivation, e.g. spending fair time with staff; advice people to what ought to be done; what standards are expected; work on their problems and help them to succeed. 
Motivation can only be improved if the particular member of staff is trained to obtain vital skills and ability such as training could be both on the job and off the job. But with the condition the training components are designed in such a way which helps in achieving their motivational learning objectives of work (ibid). Other studies have explored on job performance and work motivation (Saleem at. al., 2010). However, there is scarcity of work of this nature in the nonprofit making organizations like judiciary. Little is known on research made in Tanzania on motivation of staffs in the Judiciary.

The aim of this study is to understand the incentives as a factor on the motivation of staff and staff attitudes toward service to clients. To determine the relationship between motivational motive and the employees performance in the judiciary.

1.2 Research Problem
In every organization, there is always a need to influence the amount of effort that workers put into their jobs for better performance. In the 21st century emphasis has been placed on the important role motivation plays in getting employees to put in their best efforts and various findings have shown that people only put in their best if their needs are met (Mullins,1999). But the kinds of needs and motivational packages that can help the organization to retain her valuable employees have since then skipped the attention of various researchers and philosophers particularly in the specific areas of developing countries such as Tanzania.

 It is believed that for experience of the job and in the organization, workers must be stable (Luhanjo, 2006). Therefore there shall always be the way to satisfy employees in order to retain them so that they can perform to their full capacity and minimize labor separation. The researcher in this study investigates the kind of motivational packages that could attract retention of the employees and how these factors could influence employees to contribute effectively towards better performance of the organization.

1.4 Research Questions
The research questions addressed in this research is therefore as follows; 
i.	What factors determine the level of motivation of employees in the Judiciary?
ii.	What factors determine the level of job performance of the employees in the Judiciary?
iii.	What factors determine the level of job satisfaction of the employee in the Judiciary?
iv.	What is the relationship between motivation and job performance?




The main purpose of this study was to determines the key factors that influence employee motivation and performance in the judiciary system in Zanzibar.

1.5.2 Specific Objective
The specific research objectives are to;
i.	Determine The Level Of Motivation Of Employees Of The Judiciary System.
ii.	Determine The Level Of Job Performance Of The Employees Of The Judiciary System.
iii.	Determine The Level Of Job Satisfaction Of The Employee.
iv.	Determine The Relationship Between Motivation And Job Performance Of The Judiciary System.
v.	Determine The Relationship Between Job Satisfaction And Job Performance Of The Judiciary System.

1.6 Scope and Relevance of the Research
The study limits itself on gathering information from the Judges and Magistrates of the Zanzibar judiciary, and to interviewing respondents from Pemba and Unguja Islands. However, the scope of this research is highly limited to the Judges and Magistrates that constituting the case study. Due to the complexity of study on determinants of job performance, time limit and financial capability, the researcher concentrates more of his work on employee’s motivational factors and other determinants with their effects towards the organizational performance within the period of not more than fifteen years to date.










Various authors have defined the concept of motivation to mean: “The psychological process that gives behaviour, purpose and direction and “a predisposition to behave in a purposive manner to achieve specific needs” (Buford et al, 1995). From review of motivation theory, Mitchell, (1982) identified four common characteristics that underlie the definition of motivation
i.	Motivation is typified as an individual phenomenon. Every person is unique and all major theories of motivation allow for this uniqueness to be demonstrated in one way or another.
ii.	Motivation is described, usually as intentional.
iii.	Motivation is multifaceted. The two factors of greatest importance are 
iv.	what gets people activated (arousal) and 
v.	the fore of individual to engage in desired behaviour.
vi.	The purpose of motivational theories is to predict behaviour.
On the basis of these characteristics, Mitchell, (1982) defined motivation as, “the degree to which an individual wants and chooses to engage in certain specified behaviour” Robbins, (2003) suggested that motivations are those factors that pull or push to behave in certain ways and there are three important factorsi.e. what person is trying to achieve. How hard a person is trying? And for how long person will continue trying. According to Graham & Bennett (1998) an employee’s motivation to work consists of all the drives, forces and influences – conscious or unconscious – that cause the employee to want to achieve certain aims. Managers need to know about the factors that create motivation in order to be able to induce employees to work harder, faster, more efficiently and with greater enthusiasm​[1]​. 

Other scholars, Luthans (1998) asserts that motivation is the process that arouses, energizes, directs, and sustains behavior and performance. Motivation encourage people internally towards the action which helps them to achieve a preferred task employ effectiveness is a way which can inspire people to their work and can bring more work motivation to their commitment of their jobs, Saleemat. al. (2010);Allen &Meyer (1990) have tried to answer the question; how an organization can investigate that whether they are keeping member staff happy, satisfied and loyal to the organization. 

Further he argues in his research that there is no pet answer that work motivation and satisfaction is effected by many other factor those are interlinked to employees; how much they are interconnected with the organization and how much they feel responsible towards the organization. Work motivation can be evaluated by the degree of feeling attachment, obligations, and rewards in working in organization.
Motivation involves the management of the process whereby employees are enabled to willingly contribute effectively towards their organization’s performance processes. It is a process through which management investigates and discovers the drives or energetic forces within the employees that cause them to like to work hard. After discovering these forces management proceeds to discover the goals that the employees are seeking to achieve by working hard. 

Finally management proceeds to sustain the forces within the employee and within the work environment that maintain the intensity of their drives and goals, which the employees are seeking to achieve. In this study we would like to discover these magic drives how they work in the Zanzibar judiciary. On the other hand, it should be born in mind that motivation is not a magic show that can perform miracles. There is no secret or trick to motivate people to do good work (Saleem, et al. 2010). 

2.2.2 Job Performance
The performance process of an organization is a collectively of related tasks amounting to a specific output, which are namely input tasks, transformation tasks, and output tasks, Ngirwa, (2006). Performance antecedents include both direct determinants, such as knowledge, skill, motivation, habits, and situational opportunities and constraints, and indirect, including individual difference in ability and personality and some types of situational variables. The direct determinants are presumed to mediate effects of the indirect determinants on job performance through causal mechanism that involve capacity to learn, opportunity to learn, motivation to learn, and dispositional fit, Motowidlo (2003); Maier (1973) and Lawler (1973) have summarized the determinants of task performance as follows: 
Performance = Ability x Motivation (Effort). Ability = Aptitude x Training x Resources. Motivation = Desire x Commitment.

According to these formulas, Performance is the product of ability multiplied by motivation, and Ability is the product of aptitude multiplied by training and resources. Kamal et.al. (2006). argued that, the multiplicative function in these formulas suggests that all elements are essential. For example workers who have 100% of the motivation and 75% of the ability required to perform a task can be performed at an above average rate. However, if these individuals have only 10% of the ability required, on amount of motivation will enable them to perform satisfactorily (Kamal, et al. (2006). Aptitude refers to the native skill and ability a person brings to the job. These obviously involve physical and mental capabilities, but for many people-oriented jobs, they also include personality characteristics of self-awareness.

2.2.3 Job Satisfaction
Research linking job performance with satisfaction and other attitudes has been studied since at least 1939, with the Hawthorne studies, Roethlisberger & Dickson, (1939). However, in Judge et al. (2001), it was found by Brayfield and Crockett (1955) that there is only a minimal relationship between job performance and job satisfaction. However in 1955, Judge et al. (2001) cited that there are other studies by Locke (1970), Shwab & Cummings (1970), and Vroom (1964) that have shown that there is at least some relationship between those variables. Laffaldano and Muchinsky (1985) did an extensive analysis on the relationship between job performance and job satisfaction. 
Across their studies they found a mean correlation of .17, Lafaldano & Muchinsky, (1985). There are also stronger relationships depending on specific circumstances such as mood and employee level within the company, Morrison, (1997). Organ, (1988) also found that the job performance andjob satisfaction relationship follows the social change theory; employees’ performance is giving back to the organization from which they get their satisfaction. 

Judge et al. (2001) argued that there are seven different models that can be used to describe the job satisfaction and job performance relationship. Some of these models view the relationship between job satisfaction and job performance to be unidirectional, that either job satisfaction causes job performance or vice versa. Another model states that the relationship is as reciprocal one; this has been supported by the research of Wanous (1974). The underlying theory of this reciprocal model is that if the satisfaction is extrinsic, then satisfaction leads to performance, but if the satisfaction is intrinsic, then the performance leads to satisfaction. Other models suggest there is either an outside factor that causes a seemingly relationship between the factors or that there is no relationship at all, however, neither of these models have much research. 

The final model is “Alternative Conceptualization of Job Satisfaction and/or Job Performance”. This model discusses how positive attitudes toward one’s job can predict a high degree of job performance. George and Brief (1996) and Isen and Baron (1991) both found that employees’ attitudes are reflected in their job performance. If this is the case, then we can argue that there is a relationship between employees’ job satisfaction and job performance, as satisfaction and job performance, as satisfaction is an attitude about their job. Industrial psychologists do not justify and relationship between job satisfaction and job performance, although it has been found that a positive mood is related to higher level of job performance and job satisfaction.

2.3 Theoretical Concepts of the Study
2.3.1 Employee Motivational Packages
Motivation is a complex subject and is influenced by many variables. Individuals have variety of changing and often conflicting needs and expectation, which they attempt to satisfy in number of different ways.
According to Robin, (2003), there are two main categories of motivation:
i.	Extrinsic motivation: This is related to “tangible” rewards such as salary and fringe benefits, security, promotion, contract of service, the work environment and condition of work. Such tangible rewards are often determined at the organization level and may be largely outside the control of individuals
ii.	Intrinsic motivation is related to “psychological” rewards such as the opportunity to use one’s ability, a sense of challenge and achievement receiving appreciation, positive recognition and being treated in a caring and considerate manner.

The explanations above are not far away from those put forward by Bennet and explained by Mullins (1995) who broke the above categories into broad three – fold classification:
i.	Economic needs such as pay, fringe benefit and pension rights.
ii.	Intrinsic satisfaction such as nature of work, interest in the job and personal grow and development.
iii.	Social relationship such as friendship, group working and desire for affiliation status and dependency.

Unlike the authors just mentioned Barbuto, (1998) demonstrated five unique motivational factors
i.	Intrinsic process motivated by fun. These are those workers that really want to enjoy the work they do. Many who enjoy the activities; they participate in at work look forward to the day each morning.
ii.	Instrumental motivated by rewards they normally need to know whether their work will be rewarded so as to be motivated to perform. These kinds of workers will also consider what others are getting for their work and often will compare their output with others.
iii.	Self – concept – external motivated by Reputation. People who motivated by reputation have a string need to enhance their image or esteem with ethers. These people work hard if they believe their efforts will be noticed, recognized and appreciated.
iv.	Self – concept – internal motivated by challenge. These are people motivated from within the organization and like to challenge themselves with new skills and development opportunities.
v.	Goal internalization – motivated by cause or purpose.

Individuals who are motivated by purpose look beyond themselves. They are really not concerned with their own self – interests or who may notice what they have done or whether they are being pushed or challenged. What matters to persons motivated by purpose is that they join in and give their fullest efforts to achieve the organization goals. 

Public service motivation is considered to be multidimensional concept.  Perry, (1996) found it to consist of four dimensions: ‘politics and policy making’, ‘public interest’, ‘compensation’ and self-sacrifice. This factorial structure has been corroborated by other scholars, Camilleri (2006 & 2007); Bright (2007), although some issues have arisen about the exact factorial structure, in particular concerning the relationship between ‘public interest’ and ‘self-sacrifice’ which is rather high. Perry, (1996) found a correlation of .89, which is on the verge of redundancy, and Vendabeele, (2008a) found that a model of three dimensions performed better than a four dimension model of public service motivation (with ‘public interest’ and ‘self-sacrifice’ collapsed into one dimension) Vandenabeele, (2009). 

However, other scholars are of opinion that judges act overwhelmingly or solely to advance their conceptions of good legal policy. Alternatively, other goals such as limiting workloads may be important to judges’ choices. But whatever may be the case, the goals that judges seek to further must be based on more basic motives needs. Identification of relevant motives can help both in assessing the prevailing view of judges’ goal orientations and in adjudicating disagreements among adherents to that view, Baum, (2007).

Trained in a legal tradition and oriented largely to legal audiences, judges would seem to have strong incentives to pursue legal interpretation. Indeed, carrying out the task of judging effectively in legal terms may provide an intrinsic pleasure that can be gained in no other way, Posner, (1995), (129-134) (ibid). Indeed, scholars in law and political science have approached judges’ choices primarily in terms of their motivations. As much as scholars have said about judicial motivation, however, their consideration has been limited in its scope and depth (ibid). 

Most fundamentally, the focus has been on judges’ proximate goals rather than on basic motives. This is especially true of political scientists. Some economists and legal scholars with economic perspective have looked more deeply (and more broadly) at judges’ motivations, their inventories of judicial motives are generally common-sense rather than drawing from psychological scholarship (Anderson, et.al. (1989); Posner, (1995); Drahozal, (1998); Georgakopolos, (2000); Bainbridge, and Gulati, (2002). This study look at the motivational factors which improve or tend to improve the judges’ (include magistrates) behavior towards dispensing justice in Zanzibar judiciary. The four dimensions concept by Perry, (1996) is relevant to our Zanzibar situation.

2.3.2 Motivation Theories and their Relevance to Work Situations
It is because of the complexity of motivation and the fact that, there is no single answer to what motivates people to work well, that the different theories are important to managers. They show there are many motives, which influence people’s behaviour and performance, and also provides framework to direct attention to the problem of how best to motivate staff to work willingly and effectively. Six major approaches, which have led to the understanding of employee motivation, are Maslow’s needs hierarchy theory, Hertzberg two factor theory, Vroom expectancy theory, Adam equity theory, Skinner’s theory and McClelland achievement motivation theory.

According to Robbins, (2003), Maslow provided that employees have five levels needs: physical or psychological needs such as satisfaction of hunger; safety needs such as security; social need (love needs) esteem seeds and self-actualization needs. Maslow argued that lower level needs must be satisfied before higher level need would motivate employees. Thus employers have to provide adequate pay to meet employees’ basic requirements. This support the idea of W. Taylor that obtaining higher wages through working in the most efficient productive way would motivate employees.

Hertzberg’s work categorized motivation into two factors: Motivators and Hygiene. Robbins, (2003). Motivator or intrinsic factors, such as achievement and recognition produce job satisfaction. Hygiene or extrinsic factors produce job dissatisfaction. Therefore in order to prevent the recurrence of dissatisfaction, hygiene factors must rise continually. Thus, an attempt to motivate workers through human relation approach, pleasant working conditions and improved benefit does not work. The only way to motivate workers is to upgrade their job.

Vroom’s theory is based on the belief that employee effort will lead to performance and performance will lead to rewards Utouh, (2000). Rewards may be either positive or negative. The more positive the rewards, the more likely the employee will be highly motivated. Conversely, the more negative the reward, the less likely the employee will be motivated. Vroom’s expectancy theory helps the managers to understand the relationship between performance and the rewards. Mullins (1995) elaborated that managers should realize that individuals have different needs and that they place different values on given reward for this reason, managers should try to match rewards to the workers need.

According to Cole, (2002), Adam in his equity theory states that employees strive for equity between themselves and other workers. Equity is achieved when the ratio of employee outcomes over inputs is equal to other employee outcomes over inputs. Mullins, (1995), proposed that there are three major needs in work place situations: achievement, affiliation and power. A high need to achieve has been positively related to higher work performance when jobs provide responsibility, feedback and moderate challenge. Managers must identify employees who are self-motivated, those who rely more on internal incentive and those who obtain their achievement drive through training.

Utouh, (2000), provided that employee behaviour that leads to positive outcomes will be repeated and behaviours that lead to negative outcomes will not be repeated. Managers should positively reinforce employee behaviours that lead to positive outcomes. Managers should negatively reinforce employee behaviour that leads to negative outcomes. However Managers should not depend on theories only in performing their managerial decisions. This was realized by Mullins, (1995:450) about the theories that, “It is important to emphasize that these theories are not conclusive, they all have their criticisms or have alternative findings which purports to contradict the original ideas”. Thus managers must judge the relevance of these different theories, how best to draw upon them and how they might effectively be applied in particular work situation.

2.4 Empirical Analysis of Relevant Studies
2.4.1 Impact of Motivation on Workers Behaviours
Studies on the influence of motivation on workers behavior and productivity have been widely investigated (Taylor, 1911). Since then, a large number of experiments including the famous Hawthorne studies have been done in Industrial Psychology to determine the factors that influence workers’ behavior. Several motivation theories have since been postulated in an attempt to predict workers’ behavior in organizations as mentioned above. These include Abraham Maslow’s theory; on the hierarchy of needs which stated that an unsatisfied need is a motivating force. They suggested that motivation to produce stemmed from a present or anticipated state of discontent and a perception of direct connection between individual’s production and a state of satisfaction. 

Other theories that have contributed in this direction include: Skinner’s, (1953) Reinforcement theory, Herzberg’s Two-factor theory; which tried to relate motivation and need satisfaction to employee performance and productivity, and concluded that positive job attitudes are favorable to increased productivity; McGregor’s, (1960) Theory X and Theory Y, McClelland’s, (1961) Learned needs theory, Vroom’s, (1964) Expectancy theory, Porter and Lawler’s, (1968) Integrative motivational model, and Alderfer’s, 

(1972) ERG theory of work motivation. Some theories attempted to predict performance behaviour. Locke’s, (1968, -1978) Goal-Setting theory and Adam’s, (1963) Equity theory emphasized the role of social comparisons as an important motivator of behavior. Robins, - (2003) was of the opinion that the quality of supervision could have a direct correlation with work satisfaction and productivity. Mullins, (1999), and Nwachukwu, (1994)says that the present day managers are of the opinion that reward is a very strong motivating factor for workers and they make use of both intrinsic and extrinsic factors.

2.4.2 Important Motivational Factors
Some other Researchers such as Gray Vikesland, (1999) give ranked order of motivating factors as:
(1)	Interesting work, 
(2)	Goods wages,
(3)	Full appreciation of work done,
(4)	Job security, 
(5)	Good working conditions,
(6)	Promotions and growth in the organization,
(7)	Feeling of being in one team,
(8)	Personal loyalty to employees, 
(9)	Tactful discipline and 
(10)	Sympathetic help with personal problems.

2.4.3 Creating Productive Employees
Happy employees are more productive employees (Mutangwa, (1990). In a tight economy, many business owners believe they don't have the means to make their employees happy because they can't increase their salaries. While all of us want and appreciate salary increases, money is not the only, or even the best, motivator. According to several studies cited in the journal of National study of changing workforce, 1994, as long as we are paid competitively, or even close to competitively, the money issue is not the deciding factor in whether we remain at a job and how enthusiastically and competently we do that job. The study concluded that for people with high motivation, money is not an incentive but serve as a means of giving feedback performance.

According to a "National Study of the Changing Workforce (1994)", conducted by the Families and Work Institute of New York City, the factor that ranked highest for the surveyed employees when it came to choosing their jobs was "open communication." People want to know what is happening in the organizations they work for. In the same survey, salary ranked 16th, Bob Nelson, (2009) evaluated 65 potential incentives in a study of 1,500 employees. The winning incentive was "personalized, instant recognition from managers"; second was a letter of praise for good performance.

According to Buford et al., (1995), there are various ways toward creating effective productive employees:
(1)	Seeking and using employee own ideas 
(2)	Keeping employee informed 
(3)	Expressing personal interest in employees
(4)	Instilling pride in work well done 
(5)	Provide effective supervision
In the study explained in Robinson, (1995) stated that some management consultant put it as, "Compensation is a right; recognition is a gift." And therein lays the power of recognition: Everyone loves gifts. Here are some tips for rewarding employees even on a tight budget according to Robinson:

Personally thank an employee for a specific job well-done: Specify what was good about it and why you appreciate it, which tells the employee you do pay attention. For example, say: "Thank you, Robert, for organizing that project so well. You made it very clear what should happen, when and why." 

Put that specific praise in a letter or thank-you note: When you take the time to write something down, you clearly value it. This makes the praise even more meaningful. When appropriate, copy the employee's manager on your praise letter. Sharing the praise with management lets the employee know you support his or her success at your company. 

Provide as much information as possible about the company: Share as much as you can about how the company is doing, where it's making money, where it's losing money, how its products are doing in the marketplace, what new initiatives are being considered and why, and how the employee can best contribute to these efforts.
 
At every opportunity, include your employees in the decisions you make: In many cases, your employees understand a side of an issue that you may not. If you need to create a more efficient delivery system, ask your delivery men and women how they would improve the current system. If you want to improve work flow for support staff, discuss with your secretaries and clerical workers how to best keep the work flowing. Use their ideas, and give them credit for them. 
Give employees the opportunity to learn as many new skills as they are able to:  Most people like to learn, to grow, and to improve their marketability, and the more skills you enable your employees to learn, the more they will value their position with you. Cross-train whenever possible so employees know each other's jobs. An added benefit is that employees who understand the realities of one another's positions are more willing to cooperate and feel more like members of the same team. 

Celebrate successes: Celebrate an employee's successful completion of a project, a salesperson's landing a big client, your company's improved sales figures, your organization's successful year-end. After a particularly tense week, bring donuts and coffee and gather everyone together to applaud a hard-working team. Provide balloons and noisemakers for a rousing chorus of cheers for the completion of a difficult project. Buy a plastic crown at a party store to place on the head of an employee who mastered a difficult skill or finished a course of study. Mark the successes of your staff and celebrate them. Don't be afraid to be goofy in your celebration; it's a refreshing change from hard work. 

Provide free time and flexibility: Set aside an hour here and there for employees who have delivered an extra level of work. Make it clear that the free time is a reward for a specific accomplishment, such as finishing a challenging project or delivering month-end reports early. Alternatively, you can reward all your employees together, for example, by letting them leave an hour early to miss rush-hour traffic on a day of expected heavy traffic. Give extra time for lunch to an employee or team who has worked through lunch to deliver something to a client. Allow time off for personal or family responsibilities.

Although the researchers just mentioned have not shown the importance of money as a motivator, financial award is seemed to be important to some other employees. According to Journal of Harvard Business Review (1987:13) in his survey of attitudes to work involving random sample of 1000 workers, when employees were asked to specify the biggest problem at work, the most popular response was poor pay. According to the above researchers, to the majority of people money is clearly important (particularly minimum wage workers) and a motivator at work but towhat extent and how important it depends upon their personal circumstances and other satisfaction they derive from work which need a study for Tanzania environment.

Mwapachu, (1995) discovered that workers in Tanzania are more committed and motivated to work in organizations managed by Tanzanian in which they foresee opportunity for advancement as limitless, than in organizations managed by foreigners where management and supervisors’ positions were regarded as belonging to a special class. However, performance and productivity are still low in these many Tanzanian organizations even those managed by fellow Tanzanian. 

According to Mwanri in his 1995 study, the low level was due to some other factors such as reluctance of supervisors to delegate responsibilities to subordinates, reluctance of subordinates to accept responsibilities, which is rational reaction to the fixed sum view of power held by their superior, absence of cooperative relationship between and within grades of employees, and treatment of members and time with careless abandon by management. 
Hakielimu, (2005) stressed that in Tanzania, managers fail to effectively manage their human resources. They gave the following as reasons for the ineffectiveness: 
(1)	Failure of management to provide good quality of work life and failure to carry employees along with them, and this result in absenteeism, punctuality problem, accidents, low morale, high-labour turnover and other forms of man-day losses. 
(2)	Management’s inability to provide fair working conditions, which often lead to industrial unrest, strikes, protracted negotiations all with serious effects on productivity and labour turnover. 
(3)	Poor remuneration in relation to profits made by organizations, unjustifiable wage differential between high and low income earners in different sectors in the economy also contribute to low morale, lack of commitment, low productivity and high labour turnover. 

It is obvious therefore that management’s long standing concern with motivation stems from the fact that low worker motivation are thought to be reflected in such circumstance as low productivity, strikes, personal conflicts between supervisors and their subordinates, absenteeism and high labour turnover, Njunwa, (1986). Jobs, according to Kingazi, (1986) have a stable set of identifiable characteristics that are relevant to individual needs, wants and aspirations.  Where the job characteristics are compatible with a person’s needs, the individual will be satisfied. Where the opposite is the case, dissatisfaction sets in and this will be manifested in terms of leaving the organization. 
2.4.4 Research Gap
Previous studies have analyzed the importance of employee motivation (Mullins, 1999, Robinson, 1995; and Barbuto, 1998). The findings of the studies to large extent reflect the existing situation facing Zanzibar Judiciary. The explanation as to what kind of motivation and to what extent did the motivational packages offered help in labor retention was not analyzed. On the other hand, it was also revealed that motivated employees are productive but they have ignored the kind of motivational packages which influences behavior and performance at work particularly within Tanzania (Buford et al, 1995; Mutagwa, 1990). 

The study of Performance Pay and Judicial Production (Bagues and Berta Esteve-Volart, 2010). Evidence from Spain July 28, 2010. The paper studies the quantitative effects of performance pay on judicial production. In 2003, The General Council of Judges, Spain’s top judicial authority, established modules of production for every task judges undertakes, and then calculated production benchmarks. In 2004 through 2005, judges were awarded a 5% bonus if production exceeded the benchmark by at least 20%. 

Since 2007, judges are awarded a 3% bonus if their production is at least 100% of the benchmark, and the bonus becomes 5% if the benchmark is exceeded by at least 20%. They find that the production of judges is sensitive to the thresholds established. Overall, production per judge increased over the period. Nevertheless, they find that, while the first performance pay scheme increased production, the introduction of the 100% threshold and the elimination of the 80% threshold had a negative effect on the estimated average production. 
Moreover, consistent with the deterioration of intrinsic motivation, they observe that a number of top performing judges reduce their production in the presence of performance pay. Intrinsic motivation may have deteriorated due to a number of reasons. For instance, judges may have perceived the establishment of detailed modules of production and benchmarks as a form of control, eroding their self-esteem and self-determination. Similarly, judges may have perceived the bonuses as a signal that judicial practice is not as interesting and fulfilling as they thought, or they may have interpreted the incentive scheme as distrust – judges would produce more with a bonus if they are expected to produce when monetary reward is offered Bugues, & Esteve-Volart, (2010). In Tanzania no known specific similar study of this nature have been conducted, however the government and donors have come together in Tanzania to institutionalize a system of public service incentives. 

The Selective Accelerated Salary Enhancement scheme (SASE) offers a potentially sustainable solution to salary incentive problems within the wider context of pay reform, and is part of the overall government’s Pubic Service Reform Programme. Aimed at addressing low motivation, uncompetitive salary structures and constrains on capacity development, SASE targets personnel with the greatest impact on service delivery. SASE has had much going it in seeking to provide a sustainable solution to the issue of salary incentives. 

However, difficulties in implementation have highlighted some of the factors that can derail such schemes. The roll out of the programme has taken longer than expected. By the time the first batch of SASE beneficiaries was in a position to benefit from the scheme, the salary supplements were no longer sufficient to induce any change in work behavior. Gradual pay reform became the reality while traditional supplementary payments persisted. The government was also unable to conduct performance reviews and adhere to the envisaged annual salary adjustments.

2.5 Analytical Framework
Motivation to work consists of all the drives forces and influences – conscious or unconscious, which cause the employee to want to achieve certain aim.  Graham & Bennett, (1998). Judiciary’s main aim is to dispense justice. “Justice” is, perhaps, a term more easily recognizable than definable. [Justice] should be pure, visibly pure, and unadulterated. It should be fair, equitable and impartial. It should be no respecter of persons, personalities, or establishments. It should not be commercialized, nor should it be bought and sold, for nothing is as hateful as venal justice. It should be quick, for delay is certain denial. 

Legal justice should as closely as possible, resemble the virtue whose name is bears-virtue by which we give to everyone his due (Oputa, 1981). It is commonly said that justice delayed is justice denied and justice hurried is justice buried. If this is the case then, what is the role of motivation is dispensing justice. Judges and Magistrates upon taking oath of office they pledge allegiance to the constitution. They will uphold justice according to the country’s laws and usages. However, factors like corruption, fear and favor undermine the process of dispensing justice and hence motivation is used as a factor to neutralize those said factors. It is difficult however, for motivation to rid all the factors which either delay or deny justice. Apparently this study determines and analyzes the level of motivation in Zanzibar Judiciary and its effect on job performance.
Corruption is evil of justice and it appears in different forms. The few studies conducted suggest that the causes of judicial corruption vary significantly from State to State. Some of the possible causes include low remuneration and the administrative nature of the roles of judges, for reaching discretionary powers and weak monitoring of the execution of those powers. Factors which engender judicial abuse of power also create an environment where whistle blowing is unlikely, given the extensive power and authority of the individuals involved. 

The lack of transparency and the absence of comprehensive and regularly updated databases further worsen the effects of corruption in the judiciary. Such situations easily lend themselves to inconsistencies in the application of the law and make it much more difficult to identify patterns, trends or individual cases in which incorrect or anomalous results suggest the possibility of corruption. Inconsistencies might arise not only with regard to the substance of court decisions, but also with respect to court delays, fostered by the absence of time standards and their close monitoring. The lack of computer systems is one of the main causes for inconsistencies, according to Latin American Lawyers and Judges.

2.6 Conceptual Framework


















Figure 2.1: Conceptual Framework

2.6.1 Variables
Basing on the Figure No. 1 above and the critical variables identified in the literature review, we could identify three types of variables needed for the study of motivation which were independent variables, dependent variables and outcome.
2.6.2 Independent Variables
An independent variable is that variable which is presumed to affect or determine a dependent variable. It can be changed as required, and its values do not represent a problem requiring explanation in an analysis, but are taken simply as given. For the purpose of the present study, we have focused on the following independent variables in the questionnaire which we distributed to the defendants:
1.	Remunerations.
2.	Promotion and growth to the organization
3.	Good working condition
4.	Appreciation of work done
5.	Efficient performance appraisal system
6.	Efficient performance management program
7.	Challenging and enjoyable work
8.	Target created and achieved
9.	Being informed of what is going on in the company
10.	Feeling of having job security
11.	Involvement in training.

The independent variable in the figure above  provide a clear picture on number of motivational packages that can influence employee motivation as well as retention which all of them lead to performance. However the issue of how well these could result on job performance and satisfaction depends on individual being motivated by these variables which was the focus of this study. 
2.6.3 Dependent Variables
Satisfaction, motivation, job performance and retention depend on how well independent variables have been implemented. The dependent variables always depend on other variables. For the study of motivation for example, promotion or good pay could result into someone satisfaction and job performance.

2.6.4 Outcome
The correlation between dependent and independent variables is called outcome. By giving employees certain motivational packages, it may lead to satisfaction, motivation and job performance. The satisfied and committed employees could do better in a job and thus the outcome shall be job and organization performance.

2.6.5 Relationship between Variables








3.1 The Research Strategy
3.1.1 Study Design
The descriptive case design was used in this study in order to achieve rich understanding of the context of the study. It involves using a self-designed questionnaire and viva voce interviews in collecting data from the respondents. This method was chosen in order to make reference to phenomena as they exist in real life and it is relatively economical in terms of time and resources. Subjects of the study were all the employees of the Zanzibar Judiciary at the posts of Judges and Magistrates. 

3.1.2 Description of the Case
The study of employee motivation has been phenomenon for the continuing growth of any organization. Judiciary need to capture the potential talented employees and find the way to retain them. This was the reason why researcher decided to choose the employee motivation and a case being Zanzibar Judiciary.

3.1.3 Description of the Study Area
The areas of the study limit itself on gathering information from the Judges and Magistrates in the Zanzibar judiciary. The study limits itself to interviewing respondents from Pemba and Unguja islands. 

3.2 Types and Sources of the Data	
3.2.1 Types of Data
The researcher collected both primary and secondary data.
3.2.2.1 Primary Data
Primary data are those which were collected afresh and for the first time and thus happen to be original in character. Primary data involves direct experience and observation and thus, distortions by other observers are avoided and therefore reliable. These data were obtained through interviews, questionnaires and also through observation. The primary data were mainly motivation which influences performance.

3.2.2.2 Secondary Data
These are existing data, already collected, and passed through statistical process. This include all data obtained from the documented records, organization reports which include all motivational policies, HR manuals and motivational packages provided by the organization. Secondary data is important to be used since statistical information and records may be of particular use for answers of research questions and objectives. 

3.3 Reliability and Validity of Measurement
3.3.1 Data Validity
The pre-test has been conducted to the questionnaires distributed to respondents to check understandability of the questions presented in the questionnaires and to correct various misconceptions that might appear in the study. Consequently the effected questions have been rectified. As far as the external validity was concerned the researcher believes that each respondent selected have rich information and understanding of the carrier they have and the circumstances they are facing at their work station.
3.3.2 Data Reliability




The target populations enquired in this study include Judges and Magistrates of the Zanzibar Judiciary. 

3.4.2 Sample Size
The population of the study is limited to all Judges and Magistrates in the Zanzibar Judiciary. This has been carried out taking into consideration all seven available Judges and sixty-six Magistrates of all levels. The population was divided into two strata which include Judges and Magistrates. The Zanzibar Judiciary comprises of the total of seven (7) Judges and sixty-six (66) Magistrates. Out of 7 Judges, Six Judges are active at the Bench, allbased at Unguja Island and one (1) Judge is working with the Zanzibar Law Review Commission. 48 Magistrates are allocated at Unguja and 18 Magistrates at Pemba Island. At the time of this research many of the Magistrates for different reasons were not available at their working stations. From those who were available, the researcher managed to get response from the 7 Judges and 26 Magistrates from both Islands of Unguja and Pemba, which is 52.38% of the whole population.

3.5 Sampling Techniques
These provide a range of methods that enable the researcher to reduce the amount of data he needs to collect by considering only data from sub groups rather than all possible cases or elements. The researcher applied the following sampling techniques.

3.5.1 Quota Sampling
This is non-probability sampling procedure that ensures that the sample represents certain characteristics of the population that researcher will choose. The researcher found quota sampling necessary because it is appropriate for case study design; it is less costly and can be obtained easily. Under this technique, the study divides the total population into two groups’ namely Judges and Magistrates.

3.6 Data Collection Methods and Tools
This includes the following:

3.6.1 Interviews
This involves presentation of oral verbal stimuli and reply in terms of oral verbal responses. Interview is important for collection of primary data. It is found that Judges and Magistrates have agreed to be interviewed and also complete questionnaires. The Researcher conduct in depth interviews on Judges and Magistrates to have conformity of the data collected. All data concerned with the decision making such motivational strategies available were made to Judges and Magistrates. However, other data collection methods were used for the areas not covered by interview. 

3.6.2 Questionnaires




Data collected were processed and analyzed using descriptive statistics such as frequencies, percentages and means in order to summarize and organize data in meaningful way. The data were interpreted so as to give clear meaning to the reader .The researcher use sample drawn from the population to draw conclusion about the whole population.

3.7.2 Qualitative Technique
This technique uses non-numerical data or data that have not been quantified. The researcher use this for non-standardized data based on meanings that need to be expressed through words. 

3.7.3 Quantitative Technique
This technique uses numerical data or data that are quantified. The study applies this to analyze and describe any available data which could need numerical analysis. 






Description of the Respondents Profile:

4.2 Gender
Our study comprises of thirty-three respondents. 32 were collected and attempted and 1 was missing as extracted from SPSS system. Out of the 32, 23 were male and 9 were female. This is a clear indication that Zanzibar Judiciary system is dominated by male compared to female. The sample captured is reasonable compared to total number of Judges and Magistrates in the Judiciary which comprises of 7High Court Judges and 66 Magistrates.

4.3 Working Experience
The finding show that 42.4% of Judges and Magistrates having working experience of more than 16years in service which indicates the maturity of the Zanzibar Judiciary.

4.4 Employment Motivation
Over 50% of the respondents are motivated by enjoying the work they do. They are happy on what they are doing. This factor measures how much Judges and Magistrates like to work in the judiciary. It is interesting to notice that this love of the job they have could promote other factors relevant to the improvement of the judiciary. 36.4% are motivated by the challenges they face on their daily work routine. This is a factor which suggests possibilities of improvement in decision making. Employment motivation factor measure how vibrant the judiciary is. 6.1% are motivated by the mere fact that they are Judges or Magistrates and for cause or purpose (Table 4.1).

Table 4.1: What Motivates you in Your Performance
	Frequency	Percent







This presupposes that the majority of the Judges and Magistrates enjoy their profession and hence get motivated by just doing it. It is the prestige and respect which matters most. In the essence 93.9% of the population fills that motivation and rewards can help increase job performance (Table  4.1).










Over 30% rate the overall job performance in the Judiciary as excellent, while 51.5% of the Respondents show the performance is good. 12.1% were in average category and 3% on satisfactory. The job performance is affected by knowledge, relevant skills, extrinsic motivation, reward & recognition and communication. 51.5% are affected by extrinsic motivation, 27.3% by relevant skills, 9.1% by knowledge and communication, and 3% by reward & recognition.
The result show that the reasons given by the respondents which prompted their answers to ‘how they rate their overall job performance’ vary from ‘experience’ to ‘good salary’. A great number of the defendants (24.2%) said ‘good working’, 15% said ‘experience’, 12.1% said ‘good performance’ and 9.1 said good salary. On the on the other hand some of the defendants measured their performance on ‘complains’, thus 6.1% said performance is high because there are no complains on their doings and 3% said because they had never warned. There is a contradiction on the existence performance appraisal. 69.7% are positive on the existence of the system and 30.3% said the performance appraisal does not exist. On the effectiveness of the performance of the appraisal system 63.6% said the system is good, 15.2% said excellent, 12.1% said satisfactory and 3% are dissatisfied. This indicates another contradiction on the existence of the appraisal system.

We have identified five matrices. Most of them are not common to the staffs or they might not be practiced in the Judiciary. Thus, 72.7% of the respondents indicate that quality of work is the matric used by judiciary for measuring job performance. 3% percent indicate that the matrices used are quantity of work, adherence to the procedure and self-appraisal while 18.2% said it is judicial objectives. On importance of using metrics, 48% of the defendants indicate very important, 36.4% extremely important and 15% indicate important.

4.6 Equipment
On this scale, over 57% of the respondents indicate satisfaction. This factor had two of the same percentages, over 12% indicate excellent and dissatisfactory while two other same percentages 9.1% indicate good and average.
4.7 Performance Target
On performance target, over 45% of the respondents indicate good, 36.4% said excellent, 15.2% said satisfactory and 3% indicates dissatisfactory. Overall this indicates more than 50% of the target set is met. It also indicates the low rate of delay. Table 4.3 shows the frequency statistics for this factor.










Achieving targets; for this factor, most of the respondents indicate good at 60.6%. 21.2% said excellent, 15.2% said satisfactory and 3% indicate dissatisfactory. The frequency data can be viewed in Table 4.4. There is a 15% different between rate of performance target and rate of achieving the target as set.










4.8 Tasks and Deadlines
Over 60% of the respondents answered “Mostly”, which they successfully complete tasks and meet deadlines and 39.4% of the respondents said “always” on the same factor. This is another factor which indicates little delay in the tasks set for completion in the judiciary. A frequency report can be viewed in Table 4.5.









Over 81% of the respondents answered “average” on the frequency of training provided by the judiciary, while 6.1% said “very frequent”. 12.1% said “not at all”. This indicates that there is no balancing in the training; some staffs are being frequently trained while others are not given the chance for training at all. A frequency report can be viewed in Table 4.6.









Over 63% of the respondents said that the conducted training is relevant to their job description, 33.3% indicates that the training is somehow relevant to their job description. 3% said that the training given to them is irrelevant to their job description. This analysis indicates that some of the respondents may not be conversant on their job description or the person in charge of training fail to realise the area which needs training for the judiciary staffs. A frequency report can be viewed in Table 4.7.








Over 51% of the respondents answered “good” to the question of training improve their level of their job performance, 27.3% said excellent, 12.1% said satisfactory, 6.1% said average and 3% said dissatisfactory. (View table 19 below). This contradicts Table 4.7, which shows 63.6% of the respondents said that the conducted training is relevant to their job description.











Over 75% of the respondents have never been complained on their performance of work and 24.2% said they were previously complained. This indicates that most of the staffs in the Judiciary are performing their work to the satisfaction of their employer and to the satisfaction of their customers. A frequency report can be viewed in Table 4.9.







Over 72% of the respondents think that their senior management is satisfied with their job performance. 6.1% said “no” to the question of senior management satisfaction with their job performance. 21.2% are not sure (View Table 4.10).  This frequency corroborate with table 7 above which indicates no much complain regarding performance. The 21.2% of not sure create doubts on the existence of job appraisal in the Judiciary.










4.10 Changes in the Judiciary That May Improve Job Performance
Over 33% of the respondents said good working environment could help them to improve their job performance. 18.2% said that conducting training may improve their job performance. 15% are asking for good leadership. 12.1% said enough resources could help improving their job performance. 9.1% said good salary could do and another 9.1% said not at all (View Table 4.11). This is a diversion of ideas from the Judiciary staff, however the 33.3% of the respondents who asks for good working environment are generally asking for everything. This frequency demands for improvement from each area.













4.11 Job Objectives and Skills
On the question of adequately fulfilling the objective which the respondents were appointed for, most people were agreeing and a good number were disagreeing. However, on those who said that the objective is adequately being fulfilled is 66.7%. Those who said “no” are 30.3% (View Table 4.12).  










On the question of unique skills the respondents have serious difficulties in answering it. However their answers came in two major categories; those who have skills and those who have not. 48.5% said they have skills and 45.5% said they have not (View Table 4.13).  










None of the respondents answered this question (View Table 4.14).  






Over 54% of the respondents have little information on the Judiciary working policy. 33.3% have adequate information on working policy and 12.1% have no information at all (View Table 4.15). This indicates that most of the staffs in the Judiciary are working by following the existing routine. 









Over 57% of the respondents rate their job description as “good”. 24.2% ‘excellent’. 15.2% said their job description is good and 3% of the respondents rate their job description as ‘satisfactory’ (View Table 4.16). It is worthy to note that there is a job description structure in the judiciary and about 80% of the staffs are happy with it.












Most of the respondents (72.2%) said that the hard work is the quality which enables them to produce the desired outputs, while 24.2% said ‘determine to achieve goals’ is the quality which enables them to produce the desired outputs. 3% said punctuality (View Table 4.17).


Table 4.17: Quality to Produce the Desired Output
	Frequency	Percent
Valid	Hard work	24	72.7





About 30% of the respondents said they overcome their weakness which pose as huddles in their job by hardworking. 21.2% said by learning legal issues from others. This factor had two of the same percentages, 15.2% indicate ‘by following procedures’ and by cooperate with leaders and other workers. 9.1% said ‘not at all’. A frequency report can be viewed in Table 4.18.




	By Cooperate with leaders and other workers	5	15.2






The factor of adequately reimbursed was relatively split in the middle. With 48.5% said ‘yes’ in their view that they have been adequately reimbursed for their services. 48.5% said ‘no’ in their opinion, they have not been adequately reimbursed for their services.

4.14 Discussion
4.14.1Motivation and Job Performance
On the performance evaluations, the study indicates that the Judiciary had a high standard of performance, 30.3% said excellent and 51.5 said good. This is motivated by extrinsic motivation (51.5%), followed by relevant skills (27.3%). Knowledge and communication share the percentage below relevant skills while reward and recognition rate the least (3%). The job motivation frequency indicates that overall, the judiciary (judges and magistrates) were motivated by enjoying the work they are doing. It also appears on the answer to a question as to what changes should the judiciary do to improve the job performance. The majority of the population put salary at the bottom. Only 9.1% said ‘good’ to salary as a factor which will help to improve job performance in the Judiciary. 33.3% which was the highest mark to the said question put ‘good working environment’ at the top.
 Indeed, Judges and Magistrates were motivated by enjoyment of the work they do. Yet, on performance frequency, the research shows that, it is extrinsic motivation which ranks high in the performance evaluation. It was found in this study that there is no clear relationship between the motivation and job performance (see Appendix 2). However in other studies, motivation and incentives are acknowledged as critical factor in determining performance in public sector (Wai, 1995; IEG, 2008b; UNDP, 2006; 2009). Agency theory suggests that people are motivated by extrinsic rewards (Jensen and Meckling 1976; Eisenhardt 1989; Baiman 1990). Higgs and Hooks (2005) argued that most agency models of compensation are only concerned with financial benefits. 

Gupta and Mitra (1998) using meta-analysis found that financial incentives have a strong relationship with performance (Kluvers and Tippet, (2009). Most behavioral theories now suggest that people are purposeful in their behavior. They do not act in a particular way unless there is some reason behind the action. Determining the real reason for a certain action is not easy; however, casual observation of behavior does not always indicate the true motivation of person. The findings of this study however, are not new they are supported by the behavioral theory, that people are purposeful in their behavior. 

The outcome of this study is in support with the findings of Leonard, (2007) which failed to support the hypothesis that as the level of public service motivation increases, the performance of public employees will also increase. Using a sample of 205 public employees randomly drawn from three public organizations, his study found that public service motivation had no significant direct impact on the performance of public employees.

4.14.2 Job Satisfaction and Job Performance
Indeed, the study shows no correlation between enjoyment of the job by which the Judges and Magistrates are employed for and job performance.The study indicates no correlation between job satisfaction and job performance, this contradicts the study made by Vroom in 1964 on one side and supports the findings of Keaveney and Nelson (1993) on the other side. Vroom’s findings support, “the idea that job satisfaction leads to better performance, Vroom's (1964) work which is based on the notion that performance is natural product of satisfying the needs of employees. 

The relationship between job satisfaction and job performance has been described as the "Holy Grail" of industrial psychologists (Landy, 1989). Many organizational theories are based on the notion that organizations that are able to make their employees happy will have more productive employees. Over the years, scholars examined this idea that a happy worker is a productive worker; however, evidence is not yet conclusive in this regard. Empirical studies have produced several conflicting viewpoints on the relationship between job satisfaction and job performance. Strauss (1968) commented, "Early human relationists viewed the morale--productivity relationship quite simple: higher morale would lead to improved productivity". 

Siegel & Bowen (1971) and Bagozzi (1980) suggested that job performance leads to job satisfaction but not the reverse. Anderson (1984) indicated that autonomy and feedback from the job is significantly correlated with the performance”.Davar, (2012). On the other hand Keaveney and Nelson (1993), “found a non-significant correlation coefficient between job satisfaction and job performance”. Ibid. The positive relationship between job performance and job satisfaction is important in organisational psychology. However, empirical research finds that the link between these construct is weak at best, Markus, et al. (2005).

The findings indicate that there are correlation between job performance and performance appraisal but it is not significant (p > 0.05) (See Appendix 3). It also indicates the correlation between job performance and achieving target as set (p ≥ 0.01) (See Appendix 4). These findings are again being supported by studies of Vroom (1964) on his expectancy theory; that motivation is the result of conscious choices to maximize pleasure or minimize pain. For this to happen there must be a positive correlation between an employee’s efforts and his performance. Brent (2012).Apparently, the viva voce interviews with judiciary’s main stack holders “the Advocates”, the study register complains on court delay of cases. It has been said that, the delay of cases carries on un abated. Thus performance target, tasks and deadlines which are claimed to be met by Judges and Magistrates is not visible in the eyes of the Advocates. Therefore it is high time now for the judiciary to keep its targets and deadlines very transparent.

The study shows that there is correlation between training and motivation. The correlations are on frequency and importance of training at 0.01 (p ≥ 0.01), frequency and relevancy of training of 0.05 () and frequency and performance of training () (See Appendix 5). These findings support the theory in the study of Saleem, at al. (2010) that motivation can only be improved if the particular member of staff is trained to obtain vital skill and ability. In other studies (Weil & Woodall 2005) training has been said to often use to close the gap between current performance and expected future performance. It has also been argued to be an important function of human resource management. In this study the frequency of training and relevancy of training has shown significant level of 0.05. Indeed, notwithstanding the level of significance shown, the study indicates unfair training opportunities to the employees of the Judiciary. 

The frequency indicates that the opportunities for training are repeatedly given to some of the staffs and rarely given to some others and it seem that a significant number of staffs (12.1%) are not given this opportunity for training at all (See. Table 17 above).It also shows that much of the training is given to areas of less significant to the needs of the judiciary. The study shows 33.3% of the training is somehow relevant to their job description. It follows that, the trainings conducted for the judiciary are rarely created by the judiciary itself, most of the training are being prepared by other institutions with similar or some common interest with the judiciary. Hence judiciary staffs attending as mere invitees in those trainings.

The findings of this study indicates that, training as it stands, has however, improved job performance of the judiciary, 27.3% of the judiciary have excellently improved their performance through training and 51.5% their performance is good. Training should be conducted according to the needs of the judiciary. Issues like equipment, previous complains on an employee performance, senior management satisfaction on employee performance, adequate fulfillment of the employees objectives, unique skills brought to the job, adequate information of work policies, overcoming weaknesses and proper reimbursement are not correlated to the job performance and hence do not determine the level of relationship between motivation and job performance (See Appendices 6, 7 and 8). However, in other studies (Ngirwa, 2006). It was found that work experience affects job performance.50% of the population indicates satisfaction in the working equipment, however in the viva voce interrogations, the study shows that the Judiciary is less equipped on the equipment which is needed to speed up the court proceedings and the like. Most of the work in the court rooms in manually done. The court rooms are not to the required international standards. The case proceedings are conducted in 19th Century style.













This chapter presents summary of the findings upon which notable recommendations are drawn to the respective organisations and the government at large whose responsibility of enhancing the employee motivation and performance of their employees in the judiciary system in Zanzibar remains indispensable. Moreover, this chapter also highlights different implications of the study as well as points out or suggests areas for further studies, before ending up with conclusion.

5.2	Summary of the Findings
As discussed in chapter one, the primary objective of this study is to determine the key factors that influence employee motivation and performance in the judiciary system in Zanzibar. A total of five objectives were discussed, those objectives includes to determine the level of motivation of employees of the judiciary system, determine the level of job performance of the employees of the judiciary system, determine the level of job satisfaction of the employee, determine the relationship between motivation and job performance of the judiciary system and determine the relationship between job satisfaction and job performance of the judiciary system.

Regarding the relationship between motivation and job performance, the findings indicated that there are no clear relationships between these two variables. Since it was observed that judiciary (judges and magistrates) were motivated by enjoying the work they are doing. However, it was suggested that the change should be made in working environment in order to improve the job performance. Generally, the extrinsic motivations are still received more attentions to judges and magistrates. Likewise, the findings revealed that there are no correlations between job satisfaction by which judges and magistrates are employed for and job performance. 

Also, the correlation between job performance and performance appraisal is not significant. At least there is a correlation between training and motivation with . However, there was no fairness on training opportunities offered among judiciary employees. Other aspects like equipment, previous complain, senior management satisfaction, adequate fulfilment of employee objectives, unique skills, adequate information of work policies, overcoming weakness and proper reimbursement also are not correlated to the job performance. 

5.3	Implication of the Study
After reviewed several literatures in the field of motivation and job performance, a conceptual framework was developed in relation to the facets of work satisfaction and motivation  such as payment to workers, promotions, working environment, honest, performance management, enjoyable working condition, sympathetic help, job security, etc with their job and organization performance. Research findings shows that most of the hypothesis developed were rejected except the relationship between training and job performance. Other factors such motivation, job satisfaction and performance appraisals are not correlated with job performance. The uniqueness of this study lies on its findings where they are rarely reported by other scholars. Additionally, this study is the one among the fewest conducted in Zanzibar particularly in judiciary system. Therefore, this study contributed to the limited understanding on how judges and magistrates in Zanzibar can be motivated for maximum performance of the job they assigned. 

5.4	Recommendations 
This section provides several recommendations with the reference to the findings of this study. These recommendations are specifically directed to the management of the judiciary in Zanzibar. However, they may work in any other institutions in which the issue of motivation and job performance of the employees prevails. Overall, with this study, the results were not overwhelmingly surprisingly. Because judges and magistrates have to deal with cases, solving disputes between parties. They are dealing with people who never get satisfied with the court decision. The job motivation frequency indicates that overall, 51.1% of the judiciary (judges and magistrates) were motivated by enjoying the work they are doing. They are happy on their jobs. However, on reimbursement they are relatively split in the middle, 48.5% of them are satisfied and another 48.5% are dissatisfied. The following are some of the recommendations that may serve the purpose:-
i.	It would be ideal for the judiciary in conducting job performance appraisal to consider seriously among other things the quality and quantity of work, time used to finish the said work, adherence to the procedures and the Judges & Magistrates attitude.
ii.	The importance of motivation in the day to day performance of Judiciary’s duties cannot be over emphasized, especially when it comes to being motivated for the job done. It is a well-known fact that human performance of any sort is improved by increase in motivation. Going by the finding of this study, it can be easily inferred that the Judiciary reward package matters a lot and should be a concern. Judges & Magistrates love their jobs due to the reward it entails. Thus, it is very practical to recommend that Judges  & Magistrates should be secured on their intrinsic rights.
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Q2: What are the reasons for your answer of Q1 above?
…………………………………………………………………………………………………………………………………………………………………………………………………………

Q3: How long have you been in this service?

a)	Less than year 	
b)	1 - 5 years	
c)	 6 – 10 years  
d)	11 – 15 years
e)	 16 and above
Q4: How would you relate your performance to the duration of your being in this service?
…………………………………………………………………………………………………………………………………………………………………………………………………………
Q5: What motivates you in your performance?





Q6: Which of the following key area affect your job performance?
a)	Knowledge			
b)	Relevant skills
c)	Extrinsic motivation (salary and fringe benefits, security, promotion, contract of service, environment, condition of work)
d)	Reward and recognition
e)	Communication






Q8: Do you have performance appraisal system in judiciary?
a)	Yes
b)	No


















Q12: Do you feel motivation and rewards can help in increasing job performance?
a)	Yes
b)	No





















e)	Not important at all
Q16: In your view, have you been adequately reimbursed for your service? 
a)	Yes
b)	No
If No, Please explain
…………………………………………………………………………………………………………………………………………………………………………………………………………
Q17: What are the unique skills that you bring to your job? Please elaborate.
…………………………………………………………………………………………………………………………………………………………………………………………………………






















 Elaborate, if yes.
…………………………………………………………………………………………………………………………………………………………………………………………………………
Q23: Have the objectives with which you were appointed been adequately fulfilled? Are you satisfied with your work environment?
…………………………………………………………………………………………………………………………………………………………………………………………………………
Q24: What are the areas you can show improvement and how?
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
Q25: Which of your following quality enables you to produce the desired outputs?
a)	Hard work
b)	Determined to achieve goals
c)	Punctuality
d)	Effective communication skills




Q27: How do you overcome your weaknesses which pose as hurdles in your job performance?
…………………………………………………………………………………………………………………………………………………………………………………………………………











	What motivates you in your performance	Do you fill motivation and rewards can help increase job performance
What motivates you in your performance	Pearson Correlation	1	.008
	Sig. (2-tailed)		.967
	N	33	33








	How do you rate your overall job performance	What are the reasons for your answer of Q1 above	Which of the following key area affect your job performance	Do you have performance appraisal system in judiciary	How effective is the judiciary performance appraisal	Which of the following matric are used by the judiciary for measuring job performance	How important do you think on used metric
How do you rate your overall job performance	Pearson Correlation	1	.129	-.037	.012	.417*	.033	.128
	Sig. (2-tailed)		.490	.839	.949	.022	.860	.486
	N	32	31	32	32	30	32	32
What are the reasons for your answer of Q1 above	Pearson Correlation	.129	1	-.003	.062	.143	-.022	-.077
	Sig. (2-tailed)	.490		.989	.741	.452	.906	.681
	N	31	31	31	31	30	31	31
Which of the following key area effect your job performance	Pearson Correlation	-.037	-.003	1	-.239	.147	-.100	.058
	Sig. (2-tailed)	.839	.989		.180	.429	.580	.747
	N	32	31	33	33	31	33	33
Do you have performance appraisal system in judiciary	Pearson Correlation	.012	.062	-.239	1	.144	.181	.204
	Sig. (2-tailed)	.949	.741	.180		.439	.314	.255
	N	32	31	33	33	31	33	33
How effective is the judiciary performance appraisal	Pearson Correlation	.417*	.143	.147	.144	1	-.005	.094
	Sig. (2-tailed)	.022	.452	.429	.439		.979	.616
	N	30	30	31	31	31	31	31
Which of the following matric are used by the judiciary for measuring job performance	Pearson Correlation	.033	-.022	-.100	.181	-.005	1	.010
	Sig. (2-tailed)	.860	.906	.580	.314	.979		.956
	N	32	31	33	33	31	33	33
How important do you think on used metric	Pearson Correlation	.128	-.077	.058	.204	.094	.010	1
	Sig. (2-tailed)	.486	.681	.747	.255	.616	.956	
	N	32	31	33	33	31	33	33






	How do you rate your performance target as set	At what rate do you achieve your target as set	Do you successfully complete tasks and meet deadlines
How do you rate your performance target as set	Pearson Correlation	1	.697**	.171
	Sig. (2-tailed)		.000	.341
	N	33	33	33
At what rate do you achieve your target as set	Pearson Correlation	.697**	1	.031
	Sig. (2-tailed)	.000		.866
	N	33	33	33
Do you successfully complete tasks and meet deadlines	Pearson Correlation	.171	.031	1
	Sig. (2-tailed)	.341	.866	
	N	33	33	33






	How frequent is the judiciary provides training	Is the conducted training relevant to your job description	At which level does training improve your job performance	Have there been previously complaints regarding your performance	Do you think your senior management is satisfied with your job performance
How frequent is the judiciary provides training	Pearson Correlation	1	.421*	.444**	-.086	.090
	Sig. (2-tailed)		.015	.010	.633	.618
	N	33	33	33	33	33
Is the conducted training relevant to your job description	Pearson Correlation	.421*	1	.769**	-.239	.317
	Sig. (2-tailed)	.015		.000	.181	.072
	N	33	33	33	33	33
At which level does training improve your job performance	Pearson Correlation	.444**	.769**	1	-.113	.234
	Sig. (2-tailed)	.010	.000		.533	.190
	N	33	33	33	33	33
Have there been previously complaints regarding your performance	Pearson Correlation	-.086	-.239	-.113	1	-.269
	Sig. (2-tailed)	.633	.181	.533		.130
	N	33	33	33	33	33
Do you think your senior management is satisfied with your job performance	Pearson Correlation	.090	.317	.234	-.269	1
	Sig. (2-tailed)	.618	.072	.190	.130	
	N	33	33	33	33	33
*. Correlation is significant at the 0.05 level (2-tailed).







	Have there been previously complaints regarding your performance	Do you think your senior management is satisfied with your job performance	What changes do you expect from your organization which will help you to improve your job performance
Have there been previously complaints regarding your performance	Pearson Correlation	1	-.269	-.011
	Sig. (2-tailed)		.130	.954
	N	33	33	32
Do you think your senior management is satisfied with your job performance	Pearson Correlation	-.269	1	-.011
	Sig. (2-tailed)	.130		.952
	N	33	33	32








	Have the objective with which you were appointed been adequately fulfilled	What are the unique skills that you bring to your job	Do you agree that you have adequate information on your department's working policies	How do you rate your job description
Have the objective with which you were appointed been adequately fulfilled	Pearson Correlation	1	.346	.112	.141
	Sig. (2-tailed)		.053	.541	.443
	N	32	32	32	32
What are the unique skills that you bring to your job	Pearson Correlation	.346	1	.132	.026
	Sig. (2-tailed)	.053		.473	.889
	N	32	32	32	32
Do you agree that you have adequate information on your department's working policies	Pearson Correlation	.112	.132	1	.244
	Sig. (2-tailed)	.541	.473		.171
	N	32	32	33	33








	Which of your following quality enables you to produce the desired outputs	How do you overcome your weaknesses which pose as hurdles in your job	In your view have you been adequately reimbursed for your services
Which of your following quality enables you to produce the desired outputs	Pearson Correlation	1	-.177	.119
	Sig. (2-tailed)		.351	.518
	N	33	30	32
How do you overcome your weaknesses which pose as hurdles in your job	Pearson Correlation	-.177	1	-.257
	Sig. (2-tailed)	.351		.171
	N	30	30	30










Promotions and growth to the organization

Working condition and working environment

Appreciation of work done





Challenging and enjoyable work

Sympathetic help with personal problems





Work satisfaction and 
Motivation

Job and organizational performance

Sympathetic help with personal problems

Involvement in departmental decision making matters

Job commitment and retention

Being informed what is going on in the company



^1	 
